Purpose: Although retention of employees has become hot topic in this career turbulent era, practically no empirical research is carried out in the fast growing ceramic sector till now and this research fills the gap in the literature. The literatures surveys reported that organization commitment is an important determinant of retention and work environment, supervisor support and training and development are the most relevant antecedents increasing commitment towards organization. This paper examines the impact of the above factors over organization commitment and explores the effects of organization commitment on retention, and verifies the mediating effect of organization commitment on the relationship between proposed factors and retention.
Introduction
The fierce competition globally for skilled employees has made it pertinent for manufacturing industries to exert more attention upon retention of skilled workforce. However talent, an intangible asset and managing talented employees create a number of challenges and retention process become more exigent, especially with this new generation of workforce exceptionally mobile and always looking for better opportunities (Bogdanowicz & Bailey, 2002; Correia de Sousa & van Dierendonck, 2010 ). Employee turnover rates over next five years is predicted to rise to 23.4% and the number of global departures in 2018 is expected to be 192 million (Biswas, 2013) . Further surveys predicted that highest turnover rate of 26% in India (Hay Group, 2013) placing India in the eye of employee turnover storm. The data base of Docquier and Rapoport (2009) reveals that more than one million skilled Indian emigrants worldwide in 2000, placing India second just to the Philippines among developing countries for the number of skilled emigrants living in the organization for economic cooperative and development (OPED) countries such as Australia, USA and the UK. Also bulk number of H 1 -B visa holders (1, 54, 726) in the USA, a visa aimed at skilled category in the year 2008 reveals the large number of skilled professionals migration aiming greener pastures. This plight of skilled workforce affects Indian organizations alarmingly. The loss of skilled workers not only slow down the success of "make in India" scheme, but also will make the quest of achieving India's vision to become a developed nation in the year 2020, a challenging task.
Moreover the world of business community swirls towards skilled workers as their talents are highly valuable for their successful business operations, which can create the possibilities of employee's poaching and in coming years the companies will go to "war for talent" (Beechler & Woodward, 2009 ).
The best insurance against attrition is not to hope for lack of opportunities outside, but to build strong internal conditions which act like a glue to employees (Biswas, 2013) and organization in India must give serious thought to what drives employee's commitment (Sinha, 2013) .
A large number of researches were attempted to answer the question what determines employees intention to quit by investigating possible antecedents of employee's intention to quit, (Kramer, Callister & Turban, 1995; Saks, 1996; Kalliath & Beck, 2001 ) and the researches supported that lack of commitment is the most immediate determinant of intention to quit (Igbaria, Meredith & Smith, 1994; Firth, Mellor, Moore & Loquet, 2004; Parasuraman, 1982) and commitment to organization can significantly reduce the intention to quit (Somers, 1995; Meyer, Stanley, Herscovitch & Topolnytsky, 2002; Paré & Tremblay, 2007; Bagraim, 2010) .
Commitment is a multi-foci concept and an employee can be committed to his/her job, supervisor, peer, or organization (Boshoff, 2000; Morin, Morizot, Boudrias & Madore, 2010; Paillé, Fournier & Lamontagne, 2011 ) Also a large body of researches confirmed the positive relationship of organization commitment to retention (Steers, 1977; Jaros, 1997; Carmeli & Weisberg, 2006; Neininger, Lehmann-Willenbrock, Kauffeld & Henschel, 2010; Firth et al., 2004; Ingram & Lee, 1990) . Hence it would be argued that, if employee's organization commitment level is highly significant, probability of their continuation will be high. Organization now-a-days are searching for all possible ways to motivate employee's attachment towards their working place (Mitchell, Holtom & Lee, 2001; Rousseau, 2004) . The two specific ways suggested by Rousseau (1998) to strengthen employee's organization commitment are (1) increasing the perception of organizational membership (2) demonstrating the employees that they are valued by organization.
The current human resource practices found that work environment (WE) supervisor support (SS) and training & development (T&D) are the variables most relevant to increase commitment towards organization since these factors either demonstrates organizational care and support for employees or creates a sense of belonging and a positive feeling of identification. This paper tries to fill in the gap in the literature by examining the impact of WE, SS and T&D, over Organization commitment (OC) among employees of ceramic sanitary ware factories in India, a sector which is unattended, as well as to predict the effects of OC on retention. It also investigates whether organization commitment mediates the effects of above factors on retention.
Research Motivation
Ceramic is a diverse industry and contains several categories of products including sanitary ware. The ceramic industry in India came into existence about a century ago and has matured over time to form an industry base. Over the years, the industry has been modernising through new innovations in product profile, quality and design to emerge as a modern world-class industry ready to take global competition.
The ceramic products are produced both in organized as well as unorganized sector over the last two decades the technical ceramic segment has recorded an impressive growth. The Indian ceramic industry ranks at 8 The quarterly survey in Indian manufacturing industries 2014, predicted a strong growth in ceramic sector (over 10%) in April-June 2014 -15 (FICCI, 2014 . Also increasing population in the developing nations and increasing standard of living of the people accelerated the growth. Due to this the requirement of work force is increased and on the contrary, India suffers highest turnover rate (26%) (Hay Group, 2013) .
Further the "Swach Bharth" scheme of government of India increased the requirements of sanitary ware products, thereby enhancing the need of work force. In addition, anticipated nearly $ 1 trillion of investment in the years to 2018 with half of them expected from private financing, there will be huge demand for labour-totally 14% of employment in the organized sector-and raising turn over in these activities (Biswas, 2013) . Moreover the plight of skilled category of work force in search of greener pastures (Docquier & Rapoport, 2009 ) also makes the situation worse and there is an immediate need to ascertain the factors which would prevent the turnover to the maximum extent in the ceramic sanitary ware industries.
Literature Review

Work Environment
Most of the manufacturing organization felt the need of creating a motivating environment to help employees fully expose their capabilities (Shalley, Gilson & Blum, 2000) . Employees get benefited by work environment that provide sense of belonging (Miller, Erickson & Yust, 2001 ) and provision of generous personalization policies and sound control on workspace (Wells & Thelen 2002) enhance the motivation levels of employees to commit with organization for a longer period. Some of the work environment variables, supervisor support, promotion, co-worker relationship, general working conditions (Richards, O'Brien, & Akroyd, 1994) , Social support (Haggins, 2011) , perceived organization support (Casper, Martin, Buffardi & Erdwins, 2002) participation in decision making (Subramaniam & Mia, 2001 ) are predictors of organization commitment. The presence of job autonomy (Dunham, Grube & Castaneda, 1994) , positive feedback (Hutchison & Garstka,1996) also helps to increase commitment of employees. Innovative and supportive organization sub culture (Lok, Westwood & Crawford, 2005) and ownership of any kind given to employees (Klein, 1987) have strong positive relationship with commitment. The researches (Earle, 2003) identified that requirements of different generations varies and the way they prioritise the value of work environment differs. Hence focus of organization must be on how to provide better working environment so as to maintain better relationship with employees (Levi, 2002) . Significant relationship prevails between organization work climate and employees commitment towards organization (Vanaki & Vagharseyyedin, 2009; Valentine, Godkin & Lucero, 2002) .
Thus organisation which provide employee-friendly work environment crates a good sense of trust among the employees that organisation cares them and this will become a major factor considerably related to their commitment. Hence the hypothesis proposed is:
H 1 : Work environment will be positively related to OC.
Supervisor Support
The role of supervisor is vital for organization and several studies confirmed that good relationship between supervisor and sub ordinates enhances employee's job-satisfaction (Newsome Jr & Pillari, 1992) , which is considered as a pathway leading to organization commitment (Landsman, 2008) . Monitoring workloads and supervisor subordinate relationship by management may not only reduce stress but also increase job satisfaction and commitment to organization (Firth et al., 2004) . Trust in supervisor has an important role to play in promoting organization commitment (Perry, 2004) . Employees who perceived high support from supervisor expressed stronger feelings of affiliation and loyalty to the organization as perceived support related to supervisor's evaluation, the relationship with supervisor plays important role between employee and organization (Eisenberger, Fasolo, & Davis-LaMastro, 1990 ). Supervisor support was found to be an important antecedent of organization commitment (Arzu-Wasti, 2003) . Further support from supervisor has a positive effect on organization commitment of employees (Dockel, 2003; Landsman, 2008; Joao, 2010; Heish, 2012) . Therefore hypothesis is as follows.
H 2 : SS will be positively related to OC.
Training and Development
To enhance employees' performance to meet global challenge managerial learning frame work is required (Garg & Rastogi, 2006) . The more knowledge the employee acquire, the more will be their performance.
The necessity of increased skills and efficiencies of employees had been felt by organization and they are investing on training programmes. (Huselid, 1995) . Provision of training and development opportunities to make employees feel that their organization value them and this increases their attachment towards organization (Dockel, 2003) . The researchers Newman, Thanacoody & Hui (2011) examined the impact of employee's perception of training on organizational commitment and they predicted the importance of training as a tool to enhance the affective commitment of employees.
Skills of workforce is a credential factor for manufacturing industries to compete favourably their business rivals and provision of training and development opportunities are positively related to the commitment of employees towards their organization. (Dockel 2003; Newman et al., 2011; Ahmad & Bakar, 2003; AlEmadi & Marquardt, 2007; Bartlett, 2001; Owens, 2006) . Therefore the hypothesis is as follows.
H 3 : T&D will be positively related to OC.
Organization Commitment and Retention
Organization commitment is getting attention due to its ability to produce desirable outcomes for the people and organization (Haldar & Pareek, 2009 ). Organization commitment is the most immediate predictor of turnover intention (Igbaria et al., 1994; Parasuraman, 1982) and commitment is negatively related to turnover (Cooper-Hakim & Viswesvaran, 2005) . When organization seek to foster a philosophy of commitment employee's likelihood of seeking other jobs is lowered (Arthur, 1994) and lack of commitment influences intention to quit (Firth et al. 2004) . Several studies confirmed that commitment to organization is positively related to retention (Steers, 1977; Jaros,1997; Carmeli & Weisberg, 2006; Neininger et al. 2010; Firth et al. 2004) . The above findings gives evidence that organization commitment is an important factor for employee retention and the hypothesis is as follows.
H 4 : OC will be positively related to retention.
Mediating Role by Organization Commitment
Simultaneous effects on retention of employees by various factors and OC have been done by many researchers. According to study by Eisenberger et al. (1990) , since supervisors are considered to be representatives of organization, perceived supervisor support leads to perceived organization support and able to increase organization commitment and thereby reduce switching over, because individuals tend to respond positively to managements support. Several studies have found that OC mediates the relationship between antecedents of OC with employee retention (Pare & Tremblay, 2007; Juhdi, Pa'wan & Hansaram, 2013; SamGnanakkan, 2010) . Given that proposed factors are related to OC and OC related to retention, it is possible that OC mediates the relationship between proposed factors and retention. Hence the last hypothesis is as follows. 
Methodology
Sample and Procedures
The participants of the survey were employees of ceramic sanitary ware factories in India. Given the difficulty to obtain permission to distribute questionnaire from authorities, the researchers managed the distribution to five ceramic sanitary ware factories, located in different places, each of them having more than 150 employees after giving assurance of anonymity. Employees of production, marketing, finance and HR were utilised for this survey.
Each factory was provided 120-130 questionnaire forms with a brief note indicating the purpose of the research. The distribution and collection of forms were conducted by the researchers themselves with the help of few HR department staffs. Totally 550 questionnaire were distributed to employees and 416 usable questionnaire were received back representing a response rate of 75%, the selection of the respondents was based on the simple random sampling. Around 81% of the respondents were of 25-45 age group and 73% of them possess post graduate and professional qualification while 57% of the respondents falls under 5-15 years of experience. Regarding designation, middle level managers were dominating in the industry and majority of them belong to production department.
Work environment was measured utilizing 4 items adopted from Chew (2004). The example items are "overall this organization is a harmonious place to work" and "workers and management get along in this organization". The reliability coefficient (α) for the items is 0.703 which is above the acceptance level of 0.700 and provides support to the items.
Supervisor support was measured using 4 questions adopted from Dockel (2003) and the reliability coefficient (α) for the items is 0.713 provides reasonable level of consistency. Example items are "My supervisor looks for opportunities to praise positive employee performance, both privately and in front of others" and "My supervisor often lets me know how well he thinks I am performing job".
Training and Development was measured using 7 items adopted from Dockel (2003) and Chew (2004) the reliability coefficient for the items (α = 0.818) gives good level of support to the items. Example items are "I have the opportunity to be involved in activities that promote my professional development" and "people are properly oriented and trained upon joining this organization".
Organization commitment items were adopted from Mowday, Steers and Porter (1979) that consists of 7 items. The reliability coefficient for the items (α = 0.794) gives good level of support to the items.
Examples items are "for me this is the best of all possible organizations for which to work" and "I find that my values and the organization's values are very similar".
Finally employee retention was measured using 8 items adopted from Njoroge (2007) and Wang (2012) .
The reliability coefficient for the items is 0.867 gives good level of support to the items. Examples items are "I like the way my firm does the business and what it stands for" and "Enjoying my job".
Respondents were asked to respond the questionnaire on a Likert-scale range from 1-5, 1 = strongly disagree and 5 = strongly agree. Statistical package for the social sciences (SPSS 16.0) has been employed for analysing the data's collected.
All the items were subjected to an assessment of content validity as per the procedure described by Hinkin (1998) . A correlation matrix (item by item) of the data was calculated and that matrix was subjected to principle component analysis. A commonly used rule specifies that only variables with loadings greater than 0.40 on a factor should be considered "significant" and used in defining that factor.
If nothing beyond this is done, the value of the analysis is limited (Comrey, 1978) . The factor loadings of all the items were above 0.40 with no major cross loadings. Further all the items meet Ford, MacCallum and Tait's (1986) heuristic guidelines for meaningful and representative of the construct and examination, and are taken for analysis. To determine the relationship between proposed factors and OC, all the factors regressed simultaneously and the results are tabulated in Table 2 . As shown in Table 2 The regression analysis in Table 3 shows that OC had significant variance (R Table 3 . Regression Analysis of OC on Employee Retention [n = 416] To determine the relationship between proposed factors and employee retention all the factors regressed simultaneously and the results are tabulated in Table 4 . As shown in To determine the mediating effect of OC on the relationship between proposed factors and employee retention, hierarchical regression analysis was performed and displayed in Table 4 . According to Baron and Kenny (1986) , to establish mediation, the following conditions must hold: 1. the independent variables (proposed factors) must be related to the mediator (OC) 2. The mediator (OC) must be related to dependent variable (employee retention) 3. Both independent variables (proposed factors) and mediator (OC) must be correlated with dependent variable (employee retention). If the significant relationship between independent variables (proposed variables) and dependent variable is reduced to non-significant after introducing mediator (OC), then it is considered full mediation. However if the effect size of the independent variable is reduced after inclusion of mediator then it is considered to be partial mediator. From Table 4 it is found that significant relationship derived for the two factors, WE and SS (model A) is not changed to non-significant but the effect size is reduced (WE = p = 0.008, beta = 0.129, SS = p = 0.000, beta = 0.472) after inclusion of mediator variable OC (model B) indicates that OC has partial mediation effects.
Results
Additionally Sobel (1982) tests were carried out to examine the mediating effect of OC on the relationship between the two factors WE and SS with employee retention. The results support the mediation (WE, Z = 7.513, p < 0.01; SS, Z = 7.031, p < 0.01). To reinforce the evidence of mediating effect of OC, Aroian test (Aroian 1944/47 ) is also conducted and this also supports the mediation (WE, Z = 7.504, p < 0.01; SS, Z = 7.018, p < 0.01). Hence all the statistical tests supported OC as partially mediating the relationship between both WE and SS with retention. Further significant effect of OC on employee retention is inferred (beta = 0.238, p = 0.000) and provides partial support to the hypothesis H 5 .
Discussions
The purpose of this study was to check the impact of WE, SS and T&D over OC among employees of ceramic sanitary ware factories in India as well as to verify the effects of OC on retention. Further it also investigates whether organization commitment mediates the effects of above factors on retention.
Employees are influenced by present day's changing environment and this will be have profound impact on the factors influencing OC. The result of the study indicates that proposed factors explained 54.1% of variance in OC. This signifies that all the proposed factors are influential in enhancing OC, and need to be given top priority. This variance 54.1% also indicates that OC is very essential as commitment leads to better performance of employees (Siders, George & Dharwadkar, 2001; Jaramillo, Mulki & Marshall, 2005; Neininger et al., 2010; Arthur, 1994) and their positive attitudes towards their organization is helpful to achieve the targets.
The findings that indicates WE as the strongest predictor (beta = 0.433) of OC coincide with the earlier findings (Vanaki & Vagharseyyedin, 2009; Valentine et al., 2002) . Employees expect support and encouragement from organization to unfold their potential. Availability of discretion independence, participation in decision making, information sharing, reasonable work tasks, and sufficient work space could be perceived by employee's that organization supports them. More over as indicated by Meyer and Smith (2000) , Allen, Shore and Griffeth (2003) . They also signal that the organization is supportive of the employees and is seeking to establish or maintain a social exchange relationship with them. This highlights the importance of organizational support for work environment to achieve OC.
Support of supervisor also emerged as a predominate factor positively related to OC and concurs with the previous findings (Dockel, 2003; Landsman, 2008; Joao, 2010; Heish, 2012) . The support of supervisor effect employee's emotional satisfaction with the job and also contributes to the appraisal of how the organization value them and cares them. Good relationship enhances the job satisfaction and increases organization's care and this will be reciprocated by the employees in the form of OC. Employee expects recognition and appreciation for their good work and when they get it from supervisors, it motivates them to feel that they are component of the organization. Supervisors are considered as "miniorganization" and employee's perception of fair and equitable feedback and support from supervisors provide a chance to make difference in job, exercise discretion and receive feedback on their performance. This increase intrinsic motivation and general job satisfaction (Thomas & Velthouse, 1990) thereby results in increased attachments towards organization. All these emphasise the importance of organization's support for good relationship between supervisor and subordinates to achieve OC.
The next predominant factor positively related to OC is T&D which coincides with the researches (Dockel, 2003; Newman et al., 2011; Ahmad & Bakar, 2003; Al-Emadi & Marquardt, 2007; Bartlett, 2001; Owens, 2006) . Training provisions improves efficiency of employees, of all age groups there by resulting in increased production, consequently workers gets rewards. This will have positive effects towards their organization. When company provides relevant and effective training, employees feel that company is concerned with improving their skill and ability and this will be reflected in their commitment towards organization. As per arguments of Agarwal & Ferrate (1999) job rotation programmes, mentoring and training conveys to employees that the organization considers human resources to be a competitive advantage and organization is seeking to establish a prolonged relationship with them. Moreover employees, who are aware of the expense of training, might develop a moral obligation to give organization its money's worth, and this will be reciprocated by their commitment towards organization.
This highlights the importance of organizational support for training and development to achieve OC. In summary HR managers need to extent their support to the factors WE, SS and T&D to improve employees commitment towards the organization.
Secondly this analysis provides evidence that OC is positively related to employee's retention and this research result coincides with earlier findings (Steers, 1977; Jaros, 1997; Carmeli & Weisberg, 2006; Neininger et al., 2010; Firth et al., 2004) . This indicates the need to increase employee's OC for successful retention as employees who are less committed may likely to route their commitment in other direction an tend to seek job opportunities elsewhere and this research will provide guidelines to the HR managers struggling in the turn over prone Indian environment.
Thirdly MLR (Multi Linear Regression) outcomes indicated that WE and SS are significantly related to employee's retention and WE emerged as the strongest predictor coincides with previous findings (Zeytinoglu & Denton, 2006; Guthrie 2001; Huselid, 1995) . The next variable positively related to retention is SS coincides with earlier finding (Dickinson & Perry, 2002; Smith, 2005; Firth et al., 2004) .
Able employees, because of their talent presume themselves that they are pivotal for organization and expect more obligations for their continuation. Further a closer look of the demographic profile reveals that most of the participants (73%) are possessing higher educational qualifications and this also increases their bargaining capacity. Results indicates that organizations employee friendly work environment and support for good relationship between supervisor -subordinates do satisfy the employees, consequently influences retention, and suggests to HR managers to exercise more importance to above factors. The only variable which is insignificant predictor of retention is T&D. This result indicates that mere training facilities alone might not help retention. Training increases the skills of employees and employees presume themselves more marketable. More over increased need of workforce and demand for skilled personnel's, makes competitors to offer more benefits to able workers. This tempts trained employees to leave their companies in search of better prospects. This can be minimised by linking training with career benefits and financial rewards and also by offering training involving development of job specific skills.
Finally, OC partially mediates the relationship of both WE and SS with employee retention. In other way, WE and SS are getting indirect effects on retention also through mediator variable, OC.
Implication to Organization
At the practical level, this research provides some recommendation for HR managers to reduce the likelihood of employees leaving the company. This provides the information about what to do to increase OC which is crucial for better performance and retention. This research indicates that organizational support for WE, SS and T&D which increases OC is essential. Hence managerial team should extend their support to the above factors in order to generate better understanding and relationship with their employees (Cropanzano & Mitchell, 2005) .
As success or failure of employee's perception of human resource practices depends on the relationship between organization and employees (Kuvaas, 2008) , managers need to interact with employees at regular intervals and demonstrate them that organization cares their well-being, besides formulating needed strategy giving importance to the above factors.
Based on the findings which indicated that mere training alone is not sufficient for retention, managers are suggested to include financial and career benefits while offering training to employees. They can concentrate on training programmes which develops skills specific to organization (Frazis, Gittleman, Horrigan & Joyce, 1998) for better results. Involvement of all organizational members and assurance to the employees that there will not be any professional repercussion on the usage of such concessions, and clear communication provides optimal efficiency in retention.
Limitations and Future Research
Like other studies these analyses also have some limitations. One of the primary limitation of this survey methodology is that the results depends upon the assumption that respondent of the organization know about their organization (Hair, Anderson & Tatham, 1999) . Requirement and demands of employees differ due to their culture, economy and region. This study was conducted in a particular country and also in a particular sector of manufacturing industry and hence results cannot be generalized. One more limitation is that the analysis had been done on the basis of reports given by the respondents, and there is possibility for some bias towards their organization. Future research is suggested incorporating the other variables directly linked to OC, for example variables enhancing the perception of organizational membership like socialization tactics, and emblem of organization may be tried. Further other variables like, job security, succession planning flexible work schedules can also be tried, and the effects of these variables over OC may be compared with this study findings. More specific results can be arrived by conducting researches in other manufacturing industries and also in different countries.
Conclusion
Although retention of employees has become hot topic in this career turbulent era, practically no empirical research carried out in the fast growing ceramic sector. This research fills the gap in the literature. The findings provide evidence that employee's commitment towards their organization increases their likelihood of continuation in ceramic sanitary ware industries in India. The study also illustrate that work environment and supervisor support and training and development are the influencing determinants highly relevant in predicting employee's organization commitment, in the most turn over prone Indian environment. The result also reveals that organization provisions for training facilities to improve employees skills alone not sufficient enough to retain them and this facilities need to be plugged with promotional and financial benefits. Additionally the result of the study suggests that organization commitment partially mediates the relationship between proposed factors and employee retention.
